Administration Torpedoes Salary Agreement, 
LIBRARIANS FILE CHARGES, see page 8. 
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LIBRARIANS OPT 


FOR AFT UNION 


by Phil Hoehn 


On June 27 the Public Employ- 
ment Relations Board declared that 
the University Federation of 
Librarians,  UC-AFT -hadè been 
chosen the exclusive representative 
fornsomenAOhwWOrlibrariansia The 
final tally was 170 votes for the 
UC-AFT and 158 for no represen- 
tation. The closeness of the vote 
cari be attributed, at least in part, to 
the’. valiant: "no. rep" < campaign 
waged by the University administra- 
tion. The” administration’s effort 
was overcome, however, by the 
work of many librarian and 
academic employee volunteers. 
These unpaid workers included 
librarians who were members of the 
UC-AFT’s former rival, the Cali- 
fornia State Employees Association. 

In March, the CSEA withdrew 
from all UC collective bargaining 
contests except one, that being for 
scientists at the Lawrence Liver- 
more National Laboratory. The 
CSEA Librarians Chapter officially 
endorsed the UC-AFT in the con- 
test, and urged all librarians to join 
the UC-AFT should it be victori- 
ous. Most, if not all, CSEA librari- 
ins, plus others who never 
belonged to either organization, 
aave joined UC-AFT in order to 
enhance its chances of obtaining a 
sood + contract. Librarians also 
eceived significant assistance from 
he American Federation of Teach- 
rs, particularly from the staff and 
officers of its state affiliate, the Cal- 
fornia Federation of Teachers. 

A twenty-year struggle preceded 
he this victory: It-was in 1963 that 
he first AFT local was chartered on 
t UC campus. That Berkeley 
ampus chapter included among its 
nembers several librarians who 
ven then saw the need for collec- 

“argaining by the University’s 
The UC-AFT pressed 


for many years in the state Legisla- 
ture to get a collective bargaining 
bill for the University, which finally 
was“ passedin=:1979:-At=that time 
the University Council created a 


Federation of Librarians, to spear- 


head. organizing efforts, and in early 
1980. the UC-AFT filed a petition 
for a UC librarian bargaining unit. 
Hearings: lasted for three more 
years before the Public Employ- 
ment’ Relations Board = (PERB) 
resolved the major ` issues and 
scheduled an election. 

This election is significant in that 
it is the first at UC for non-Senate 
academics. Non-Senate faculty will 
have their collective bargaining 
election later this year, and there is 
a possibility that voting will be held 
at that time for a unit composed of 
non-teaching academics and staff 
professionals. 

The UC librarians unit is 
apparently the first in higher educa- 
tion composed exclusively of 
librarians. In other institutions, 
librarians are included in units with 
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INSIDE THE GUARDIAN 


Editorial--Tenure and Shared Governance .. 


Quarter-Semester Conversion 


Document-- Programmatic Displacement... 


FIGHT ATTACK 


ON TENURE 


In June 1983 members of the Academic Senate of the University of Cali- 
fornia came close to losing the protections of the system of academic tenure 
had President David S. Saxon promulgated (as he announced he would 
before leaving office) a proposed "Policy on Programmatic Displacement of 
Faculty" issued April 29. (See the document itself reprinted beginning on 
page 4.) Virtually unanimous opposition by the Academic Council, made up 
of chairs of the divisional Senates, and by other Senate voices, compelled 
Saxon to back down. When Senate leaders gathered in June for the final 
meeting òf the academic year no one knew what the president would do, So 
alarmed were veteran Senate activists that some warned were Saxon to 
proceed, he would plunge the University of California into its gravest crisis 
since the loyalty oath controversy of the early 1950s. 

A poisonous atmosphere developed, spawned by suspicions of bad faith 
on the part of the Saxon Administration, generated by a surmise that Saxon 
intended a coup de main. Most of the faculty remained unaware that the 
Administration sought far-reaching breaches in the system of tenure that 
would permit firing tenured faculty without due process for vaguely stated 
reasons of financial exigency and programmatic change. An earlier docu- 
ment produced by the President’s Taskforce on Programmatic Displacement 
had evoked little Senate response. But the April document ignited an explo- 
sion. First, it was substantially different from the earlier proposals which 
contained some safeguards of faculty rights. This new, detailed proposal, 
issued at the end of the academic year, caught Senate leaders by surprise. 
Announcing his intention to implement it in June, Saxon allowed no time 
for a considered review by the Senate nor time to inform members of the 
Senate or to organize broad-based faculty opposition. The document made 
sweeping assumptions about the nature of tenure and was devoted mainly 
to establishing procedures for terminating faculty while offering limited 
Opportunities to displaced Senate members to secure alterative employment 
in the University. The looseness with which it was drawn, the haste with 
which Saxon seemed determined to push it through, despite Senate oppos- 
tion, and the failure to submit the proposal for review to divisional commi- 
tees all pointed to a massive breakdown in the theory of shared governance. 
At the brink, Saxon faltered amd pulled back. 


The issue may not be dead’ for a new Administration-Senate committee 
resumed consideration of the subject this summer and the new president, 


over University resources. 


LECTURER VICTORY 
ON FOUR-YEAR RULE 


by Tom Dublin 
In a series of developments over employed full-time for up to eight 


the winter and spring quarters of 
last year UC-AFT challenges to 
administration treatment of lectur- 
ers have been upheld: These events 
have led the University to` rescind 
the 4-year rule imposed unilaterally 
on lecturers in February 1980 and 
to rehire a number of lecturers oth- 
erwise scheduled to be layed off last 
spring. For the time being at least 
the University has agreed to return 
to the policy prior to February 1980 
and to permit lecturers to be 


Berkeley Grad Students Organize a Menea. 


Hard Times at UC? 


years without achieving security of 
employment. What proportion of 
lecturers will actually be considered 
for security of employment remains 
unclear, but the issue takes.on new 
importance with the upcoming col- 
lective bargaining election in the 
unit including lecturers scheduled 
for later this fall. 

The breakthrough in this case 
came in December 1982 when an 
administrative law judge ruled in 
favor of an unfair labor charge 
brought by UC-AFT before the 
Public Employment Relations 
Board. The University Council had 
charged that the administration had 
unilaterally altered the terms and 
conditions of employment for lec- 
turers without proper consultation. 
In February 1980 the adminstration 
implemented a number of policy 
changes regarding the hiring of lec- 
turers. They reclassified most lec- 
turers, changing their job titles to 
"visiting lecturers." Furthermore, 
they refused to rehire lecturers who 
had been employed full time for 
four years. These changes made it 
clear that lecturers would in the 
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University Guardian 


uest Editorial 


TENURE 
AND SHARED 


GOVERNANCE 


by Paul Goodman, UC Davis 


"Flexibility is essential to main- 
tain a balance in faculty resources 
and academic programs. This 
flexibility can be attained only 
through the ability of the Univer- 
sity to reallocate or, if necessary, 
to reduce its most fundamental 
resource, its faculty.” 


Paul Goodman 


With these words, the University of California Administration embarked 
on an assault on the concept of tenure, a chief protection of academic free- 
dom in the University. More than ten years ago, when the University first 
faced serious, long-term financial problems, the Administration of 
President Charles J. Hitch proposed changes in Section 52 of the Aministra- 
tive manual which would have allowed the University to deny tenure to 


i al and programmatic grounds regardless of merit. 

ai assistant professors i fiscal a aaa wai SA E 2) CREE) GAR ig 
on ig chang ction 57 ani corporating those changes in 
the barely intelligible, bureaucratic language of the Manual, the Administra- 


tion lulled the Academic Senate to sleep. Thanks to a careful analysis of the 
draft in The Guardian, faculty became aware that the UC Administration 
intended to introduce a revolving door for junior faculty who could be 
dismissed whether or not their teaching, research and service met Univer- 
sity standards for tenure. Widespread opposition by the Senate and others 
compelled the Administration to pull back. 

Now a decade later the financial prospects have become bleaker and 
administrators at UC as elsewhere seek greater control over the allocation 
of the most expensive resource, personnel. Tenure stands in the way and 
therefore its protections must be qualified by permitting dismissals for pro- 
grammatic and financial reasons. By eliminating whole campuses or particu- 
lar! programs, the University will be able to concentrate resources where 
they will do the most good, so the theory goes. Difficult resource allocation 
choices have become the unavoidable order of the day. Yet even if one 
acknowledges that tenure is not unqualified, there is grave danger that in 
the name of "flexibility" politically controversial faculty and programs may 
be terminated and that change will be ruled by faddish, narrowly vocational 
or other short-sighted considerations. The insensitivity with which the 
Saxon Administratio approached these problems in its April 29 proposal is 
cause for genuine alarm and continued vigilance. 

It a review of the document, the Committee on Academic Freedom of 
the Davis division concluded that "the proposed policy [is] filled with doub- 
letaik, jargon, euphemism and vacuous phrases." It warned that “if put in 
overzealous hands in a time of crisis, the document could undermine the 
tenure system which we believe essential to the preservation of academic 
freedom." 

Close examination of the document reveals that there is no clear definition 
of financial exigency nor criteria for how one decides who must be dis- 
placed when a program is reduced. Declining enrollment would make 
faculty. and programs vulnerable but whether the declines must be large or 
small, temporary or permanent, is left unspecifid. Termination could result 
from “cutbacks in the University’s budget," from "financial crisis," from 
"diminished resources," and from a "dwindling resource base.” These 
phrases are so lacking in precision that they would permit almost unlimited 
administrative discretion to fire faculty simply by asserting fiscal exigency. 

The administration wants maximum flexibility but it does not propose to 
share with the faculty the power to make resource allocation decisions. To 
divert attention from this central question, the April 29 document focused 
the discussion largely on procedural matters after. a decision has been made 
to get rid of a tenured Senate member. If one agrees that painful allocation 
decisions may have to be made because of steady or declining resources, 
then the principle of shared governance requires that the Senate play a 
meaningful role in making those decisions. It does not play that role now. 
The Senate reviews the academic quality of programs and can recommend 


QUARTER-SEMESTER 
CONVERSION LEADS 
TO INCREASED WORK 


Whenever the issue of shifting 
from the quarter to the semester 
system has come up at various UC 
campuses there have been those 
who’ve opposed the change, argu- 
ing that the administration would 
take advantage of the opportunity 
to increase teaching loads. Current 
policy changes evident at Berkeley 
as that campus shifts over the to 
semester system appear to bear out 
such skeptics. Plans for the teach- 
ing loads for lecturers are scheduled 
to increase significantly, which 
change has triggered the University 
Council-AFT to submit an unfair 
labor charge to the Public Employ- 
ment Relations Board (PERB). 

Lecturers are the most vulnerable 
of all teaching staff in the UC sys- 
tem and it is this group that the 
administration has chosen to single 
out as the changeover occurs. Lec- 
turers are hired on a year-to-year 
basis and thus are subject annually 
to political decisions made by pro- 
vosts, deans, and vice chancellors 
(it varies from campus to campus) 
as to salaries, teaching loads, and 
even the fact of employment itself. 
Lecturers approaching the switch to 
the semester system at Berkeley 
find themselves forced to choose 
between a speedup or a reduction 
in salary. 


a six-course load, a load consisting 
of 2 courses each quarter. A 


November 1982 memorandum 
signed by Berkeley Provost and 
Dean Robert Middlekauff esta- 
blished 3 courses each semester to 
be a full-time load beginning this 
fall. Lecturers will thus be required 
to teach six semester-length courses 
of 15 weeks each whereas they had 
formerly taught six quarter courses 
of 10 weeks length. For those who 
would like to remain on a two- 
course load under the semester sys- 
tem there will be a reduction in 
salary of a third. Those who have 
been working half-time with one 


PHOT to wes shiro lecturers carried 


course each quarter will now have 
to increase their workload or give 
up the fringe benefits they have 
enjoyed working 50 percent time. 

The substance of the speedup is 
bad enough, but once again the 
administration has distinguished 
itself be implementing the measure 
in a piecemeal and haphazard 
fashion. Lecturers learned about 
the policy changes by word-of- 
mouth, or at departmental meet- 
ings, or when asked to sign new 
contracts for the upcoming year. No 
lecturers and no employee organi- 
zations received formal advance 
notice of the changes as required 
under state law. This is just the 
same procedure that the administra- 
tion employed in implementing the 
4-year rule in February 1980, which 
action has since been ruled an 
unfair labor practice by a adminis- 
trative law judge for the Public 
Employment Relations Board. It 
was once again the failure of the 
administration to provide advance 
notice or consult with any 
employee organizations that has led 
the University Council to file an 
unfair labor charge in this case. As 
this paper goes to press, we are 
awaiting action by PERB. 

Like the case regarding the 4- 
year rule, the recent developments 
demonstrate the. vulnerability of 
lecturers in a pre-collective bargain- 
ing period. Management is free uni- 
laterally to impose increases in 
course loads or reductions in 
salaries with no formal requirement 
to negotiate with any employee 
organizations. The only reason that 
the University Council has any lev- 
erage in these situations is due to 
the fact that the administration 
makes such a conscious (could it be 
otherwise?) effort to exclude 
unions from any participation in the 
decision-making process that it 
leaves itself open to unfair labor 
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termination of those it deems poor, but such a decision, as the recent 
recommendation (overruled by the Chancellor) to disband the UCB School 
of Education, was based on academic criteria, not on how the University 
might best use its resources. 

The budget of this University is enormous and complex. The decision to 
eliminate one program to create resources for another involves important 
questions of academic policy, educational values, and institutional priorities. 
The Senate has not had to grapple with these problems before because as 
long as resources were plentiful, faculty were largely satisfied to leave 
budgetary matters to the Administration. Now fiscal questions have become 
too important to leave them to the Administration, for they are inextricably 
entangled with academic policy issues. From a Senate perspective, reducing 
the number of useless, high-paid administrators, for example, might pro- 
vide resources to save a small Classics program threatened on one campus 
or instruction in Italian on another. If the Administration proposes to elim- 
inate programs and positions and terminate tenured faculty, it must allow 
the Senate a genuine voice in deciding how the money is spent--otherwise 
it makes a mockery of the concept of shared governance. And the Senate 
must insist that any new proposal for programmatic displacement afford not 
only adequate protections of individual rights but stipulate a strong, 
effective role for the Senate in resource allocation decisions. One suspects 
that the Administration will resist to the death any such idea. If it does, 
that is all the more reason to be wary of any future proposals to weaken 
tenure. Collective bargaining may become necessary to protect tenure and 


to secure, through a binding contract, the right of the Senate to share in 
budgetary decision making. 


i 


University Guardian 


Members of Berkeley’s recently-formed union of graduate student 
employees marching through Sproul Plaza on their way to picket 
the University Personnel Office, June 2, 1983 


GRADUATE STUDENTS 
ORGANIZE AT UCB 


At UC Berkeley, each quarter 

finds over 3,000 graduate students 
employed as teaching assistants, 
research assistants, readers, and 
other academic workers. About 
half the instructional time devoted 
to undergraduates is provided by 
leaching assistants. In the large 
introductory courses taken by 
undergraduates, the teaching assis- 
ant may make the difference 
between a good experience and a 
sad one. As research assistants, 
graduate students do a substantial 
ercentage of the research. that. has 
sarned the Berkeley faculty an 
nternational ion, 
Despite the importance of teach- 
ng and research assistants to the 
‘unctioning of the University, these 
workers have seen a steady decline 
n their take-home pay. There have 
een no cost-of-living adjustments 
or several years, during a period of 
louble-digit. inflation. Over the 
ame period, University fees 
which graduate employees must 
vay in order to work) have skyrock- 
ted; the registration fee for one 
emester is now more than many 
raduate students earn in a month. 
The estimated graduate student 
udget of $6,842 for the 1983-84 
chool year, as calculated by the 
nancial Aid Office, is $1,080 
nore than a research assistant earns 
luring the same period. For teach- 
ng assistants the take-home pay is 
omparable to the Financial Aid 
Yffice’s estimate. This means that 
nany graduate student employees 
vho contribute so greatly to the 
juality education and research here 
ive at or below the subsistence 
evel. 

These conditions led graduate 
mployees at Berkeley this April to 
orm a labor union, which has since 
rown to over 800 members. In 
he four months since unionizing, 
he Association of Graduate Stu- 
lent Employees (AGSE).. -has 
resented a slate of. proposals. aimed 
t rectifying chronic graduate stu- 
lent employment problems, includ- 
ng late pay checks, declining 
alaries, rising fees, and a lack of 
wareness of the UC grievance 
rocedure--which had been won by 
he graduate employees’ union of 
he 1960’s, AFT local 1570. 

Progress has been hampered by 


the University’s refusal to recog- 
nize AGSE as a labor union--or 
even as an employee organization-- 
with the right to negotiate the con- 
ditions of its members’ employ- 
ment. 

In spite of these problems AGSE 
has made some gains: the Univer- 
sity has agreed to establish an 
installment plan for the payment of 
registration fees and to distribute 
copies of the grievance procedure 
to all departments and hiring units; 
it has also acknowledged that 
research and teaching. assistants. are 
underpaid. 

Not... confined... exclusively... to 
economic issues, the union is also 
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LECTURER VICTORY 


future not be hired on a track with 
the possibility of security of 
employment, despite the fact that 
in many cases lecturers had been 
hired initially with an assurance 
that they would be considered for 
tenure at some point in the future. 
Previously lecturers had been per- 
mitted to work full time for up to 
eight years without security of 
employment. Since lecturers were 
no longer to be hired in positions 
that might qualify them for security 
of employment, the new policy 
effectively cut in half the duration 


of employment for most lecturers. 
administrative law judge 


heard the University Council’s 
charge and the University’s 
response and ruled against the 
University. The judge ruled that the 
failure to notify the University 
Council in advance and to meet and 
discuss the proposed changes 
before implementation was in viola- 
tion of State law. He proposed a 
number of remedies: first, that the 
University cease implementation of 
the 4-year rule until employee 
organizations had been given the 
opportunity to meet and discuss the 
proposed policy with the adminis- 
tration; second, that the University 
reinstate and provide back pay and 
interest to lecturers terminated 
because of the earlier implementa- 
tion of the 4-year rule. The Univer- 
sity promptly appealed the judge’s 
ruling to the full PERB where the 
case now stands. 

We were pleased: with: the judge’s 
ruling, especially given its 
confirmation... of... the.....University, 


working towards university. reform: 
AGSE has advocated abolition of 
the loyalty oath as a condition of 
employment at the University of 
California and the ending of racial 
and sexual discrimination at all lev- 
els of the University. 


If you are a lecturer whose employment was terminated. or 
reduced to part-time due to the implementation of the 4-year rule 
you may be eligible for reinstatement and/or back pay. If you 
were affected by this policy, or if you know any lecturers so 
affected, please contact the UC-AFT at 1335 Grand Avenue, Pied- 
mont, CA 94610 so that we can notify the University of your 
claim and begin working for a measure of restitution. 
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Council’s right to meet and discuss 
policy changes even in a unit in 
which we did not have exclusive 
representation. The University’s 
appeal clouded the issue as the 
University has generally refused to 
be bound by PERB rulings under 
appeal. It came as a greater 
surprise, then, in late March when 
the University sent a notice res- 
cinding the four-year rule and rein- 
stituting of its own accord the 
former eight-year limitation. At a 
subsequent meeting with represen- 
tatives from the University Council 
systemwide administrators . met 
several of our objections and 
extended the scope of the March 
notice. They also agreed to work 
with UC-AFT to identify individu- 
als terminated under the 4-year rule 
to begin consideration of possible 
reinstatement and/or back pay. The 
unfair labor charge is still under 
consideration, but progress has 
been made in limiting the adverse 
impact of earlier decisions while the 
case is being settled. And in the 
meantime, a number of lecturers 
slated for termination have been 
rehired for the academic year 
1983-84. We consider this a victory 
for all faculty--not simply for 
lecturers--as it considerably 
increases departmental flexibility in 
hiring the best candidate to fill a 
given position. 

The case has been particularly 
instructive because it demonstates 
the leverage a faculty union 
possesses even when it does not 
have exclusive bargaining rights. 
Finaliy, it gives us a foretaste of 
the sorts of gains we can expect 
when we win collective bargaining 
and ‘the: University: willbe required: 
to sit down and negotiate these 
issues, with: Us: i 


UPCOMING ELECTION | 
FOR UC LECTURERS 


On May 11 the University Council-AFT filed petitions signed by faculty 
employed as lecturers, associates, and supervisors of physical education and 
teacher education calling on the Public Employment Relations Board 
(PERB) to hold a collective bargaining election. Coupled with signatures 
filed in January, UC-AFT has now filed petitions for more than 30 percent 
of employees in the statewide unit and an election will be held sometime in 
the fall quarter. 

Petition gathering began in earnest last December when the PERB ruled 
that non-Senate instructional faculty would comprise a unit for collective 
bargaining purposes. The University had argued in PERB hearings that 
instructional faculty, other than members of the Academic Senate, should 
be incorporated in a large undifferentiated unit of all academic employees. 
UC-AFT contended, however, that non-Senate faculty would be lost in 
such a large. unit and that they had enough in common in terms of their 
work and working conditions that they should be treated as a separate unit. 
PERB agreed with these latter contentions and set up the smaller unit of 
about 1800 lecturers (of various titles), associates, and supervisors of 
teacher education and physical education. 


The election should be carried out by mail ballot near the end of the fall 
quarter (semester at Berkeley). Following the precedents set in the elec- 
tions this spring currently employed lecturers should be receiving mail bal- 
lots and should have about two weeks to return the ballots to PERB. UC- 
AFT and No Representation will be the two choices offered on the ballot. If 
you are employed but do not receive a ballot you can contact PERB and 
request that one be sent in time for you to vote. If you have any further 
questions about the election contact the president of your UC-AFT local on 
campus (see box on page 8) or contact our statewide office in Piedmont. 
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TENURE: NOW YOU SEE IT, NOW YOU DON’T 
...Or the policy that might have been. 


Below we reprint in its entirety the draft. of a policy on programatic displace- 
ment of faculty that outgoing UC President Saxon had hoped to implement as his 
parting contribution to the University. Strong opposition on the part of a number 
of divisional Academic Senates, of the Academic Council, and of the University 
Council-AFT forestalled its implementation and Saxon has appointed a commit- 
tee to examine the question further. Still, we think the issue is not dead and 
Academic Senate members would do well to consider the implications of this pro- 
posed policy (see story on page l and the accompanying editorial) and be 
prepared to.act and respond when it comes up again. 


University of California Policy on Programmatic Displacement 
Draft of April 29, 1983 


I. Introduction 
Selective modification of academic programs is an essential element in 
maintaining academic excellence in the University of California. 
Disestablishment, reduction or consolidation of programs may be made for 
purely academic reasons or because of declining enrollments, cutbacks in 
the University’s budget, or a sudden fiscal crisis. In some cases, program 
changés result from a combination of diminished resources and academic 
quality considerations. 
- Presently, the University must adjust to a number of external pressures, 
among them is the dwindling resource base for public education at all lev- 
els. At some universities and colleges, curtailment of programs has 


on aS A —— 


"Tenure status does not provide a guarantee of : 
employment in a particular department or on a partic- 
ular campus. If transfer opportunities are not. available 
for faculty displaced under provisions of this policy, 
such faculty will be terminated after the appropriate 
notification period." 


TR 
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d:in- reductions- in faculty; including: displacetnent and termination of 
tenured faculty, 

It.is anticipated that most adjustments will continue to be met at the 
University of California, as they have been in the past, through a combina- 
tion of reallocation of funds and of faculty positions which become vacant 
through normal attrition. It is, however, important to consider the implica- 
tions of potential reductions in selected areas. 


No instance of financial crisis which necessitates reductions in faculty 
‘positions can be viewed as a temporary problem. Resulting imbalances in 
staffing of academic programs may remain for a long time, especially in 
periods of budgetary stringency, with the distortion of program offerings a 
possible consequence. Thus, flexibility is essential to maintain a balance in 
faculty resources and academic programs. This flexibility can be attained 
only through the ability of the University to reallocate or, if necessary, to 
reduce its most fundamental resource, its faculty. 

Academic program changes which alter the status of faculty members 
raise complex and sensitive issues. Therefore, the following policy is 
directed toward achieving a balance between preserving the mission of the 
University as a whole and safeguarding the rights of individual faculty 
mambers when changes in academic programs lead to the potential or actual 
displacement of academic appointees who are members of the Academic 
Senate and those of equivalent rank. 


II. Academic Program Changes 


Academic programs at the University of California are subject to regular 
review. (1) Each campus is required to have procedures for program review 
to monitor and insure program quality as well as to provide the basis for 
allocation of resources on the campus. Programmatic displacement of 
faculty may occur when changes in academic programs or units result in 
loss of faculty or equivalent rank positions. Such organizational changes 
must be made for programmatic reasons based on academic program 
review. Academic programs are also subject to review at the systemwide 


level under the policy, "University Program Reviews", (2) which provides 
that: 


Program reviews are essential components of University governance. 
Such reviews serve two purposes: 1) to insure that University 
programs are of high quality and consistent with the role assigned to 
the University under the Master Plan, and 2) to determine whether 
the allocation of program resources among campuses is optimal with 
respect to the University’s goals. 


(1) "Academic Program Review in the University of California," Office of the Vice 
President, October, 1976. 


(2) "University Program Reviews", Office of the President, September 17, 1980. 


"O: 


The "Policy on Transfer, Consolidation, Disestablishment and Discon- 
tinuance of Academic Programs and Units", which was issued in Sep- 
tember, 1979, underscored the foundation of shared governance in 
academic affairs between the Academic Senate, which has the responsibility 
for evaluating the quality of courses and curricula, and the administration, 
which has the responsibility for allocating resources. The policy requires 
that each campus have written procedures to transfer, consolidate, disestab- 
lish or discontinue academic programs and units. . 

It is also the responsibility of each campus to develop appropriate pro- 
cedures to provide for reduction or other changes in academic units or pro- 
grams. All such procedures must include provisions for consultation with 
appropriate committees of the campus division of the Academic Senate and 
with employee organizations when such changes in academic programs or 
units result in the displacement of faculty mambers from the academic 
program or unit to which they are appointed. Review process relating to 
these procedures are further elaborated in Section IV of this policy. 


III. Scope of the Policy and Definition of Terms 


A. Scope 

This policy applies to academic appointees who are members of the 
Academic Senate and those of equivalent rank as defined by The Regents 
and includes members of the Professorial Sertes, Agronomists in the Agri- 
cultural Experiment Station Series, Astronomer Series, Clinical Professor of 
Dentistry - 50% or more Series, Professor in Residence Series (except as 
specified in Section IV of this policy), Supervisor of Physical Education 
Series, Acting Professors, Acting Associate Professors, Lecturer (Senior 
Lecturer) with Continuity of Employment. For simplicity, these individuals 
are referred to as faculty throughout this policy. Statements regarding 
tenure and tenured titles are also applicable to individuals with security of 
employment and continuity of employment. 
B. Unaffected Policies 

The policy is not intended to deal with the termination of faculty 
members for lack of productivity or poor performance or for cause under 
conditions stated in the Faculty Code of Conduct or other relevant Univer- 
sity policies. Further, this policy is not intended to deal with issues relating 
to promotion. 
rganizational Definitions 

This policy covers actions which lead to programmatic displacement of 
faculty; that is, organizational changes in academic programs or academic 
units which result in loss of faculty positions. For purposes of this policy, 
the term “academic unit" refers to schools, colleges, boards of study, 
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UC’s Use of Bureaucratic Language 


In the language of the "Policy for Programmatic Dis- 
placement," no tenured member of the faculty is ever 
fired, only "displaced." No academic program is ever 
ended, only "disestablished" or "deemphasized." As for 
the poor unfortunate professor who is displaced or 
whose program is disestablished, the University has 
only an "obligation to facilitate to the extent possible" 
transfer to another position in the University. The 
function of bureaucratic language is to dehumanize 
reality, to free the bureaucrat from facing the moral 
responsibilities of his or her actions, and to befuddle 
and parlyse the victim into thinking that there is no 
alternative to the fate bureaucracy proposes. 


SS REO 
departments, and divisions within schools and colleges. The term "academic 


program” refers to a sequence. of courses leading to a degree or to a major 
or concentration within a degree program. 


IV. Program Review Requirements Preceding Displacement 


When changes in academic programs or units will result in displacement 
of faculty, such changes must be based on assessment of academic priorities 
either on a campus or throughout the system. Organizational changes which 
require approval of the President or The Regents must be made in accor- 
dance with the "Policy on Transfer, Consolidation, Disestablishment and 
Discontinuance of Academic Programs and Units," Other organizational 
changes, such as program reductions, which require approval of the Chan- 
cellor must follow established campus procedures for setting program prior- 
ities including examination of existing academic program reviews (3) of the 


(3) The requirement that programmatic decisions be based on evaluation of program re- 
views is not applicable when displacement involves members of the Professor in 
Residence Series since they may be displaced solely due to lack of funds. Individuals 
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unit as well as consultation with appropriate committees of the campus 
division of the Academic Senate, 

Academic program reviews, based on campus procedures, may be con- 
sidered in decisions to reduce academic units which lead to displacement of. 
faculty. The Chancellor May augment existing reviews with special or ad 
hoc program reviews, However, special procedures for program reviews are 
not required. 


V. Basic University Obligations to Faculty 


The faculty are the central resource of each campus and of the University 
as a whole. Faculty members are recruited on the basis of campus program- 
matic priorities to serve campus needs. Advancement to tenure is also a 
matter of campus jurisdiction and is granted in a specific department, unit, 
or program on a single campus, Consequently, the fundamental attachment 
of a faculty member is in the unit and at the campus or campuses (4) 
where the individual holds appointment, Nonetheless, displacement of 
tenured faculty affects the entire system, and University practice has been 
to retain tenured faculty and, when possible, non-tenured faculty 
irrespective of program shifts or changes. 

A. University Obligations 

When academic and/or budgetary considerations make faculty displace- 

ment unavoidable, the University’s obligations to faculty members, are to: 


1. assure due process by defining displacement procedures for both 
tenured and non-tenured faculty; 


eT 


(4) Some individuals hold appointments on more than one campus. Each appointment is 


considered separate with tenure being proportionally allocated based on the percent time 
on each campus. 


MIC TRADE UNIONIST _ 


Y ACADE 


Albert Einstein became a charter member of the American Federation 
' Teachers local 552 at Princeton University in 1938. Asked why he 
ined the AFT, Einstein commented: "I consider it important, indeed 
gently necessary, for intellectual workers to get together, both to pro- 
ct their own economic status and, also, generally speaking, to secure 
eir influence in the political field." 

The issues remain the same today. Won’t you complete the accompany- 
g form and join the University Council-AFT? 


2. assure appropriate consultation and joint participation of the Academic 
Senate; < 


3. provide adequate notification of displacement to affected individuals; 


4. attempt to maintain the University’s affirmative action goals and com- 
mitments; 

5. attempt, through the procedures described in this policy, to avoid ter- 
mination of displaced faculty. 


B. Notice of Programmatic Displacement 


An ample notification period for displaced faculty (see Section VI of this 
policy) is central to the University’s obligation to its faculty. Even in a 
financial crisis, the University is expected to honor this notification period. 
Only under the most extreme circumstances and only after consultation 
with the Academic Senate can the notification period be shortened by the 
President. The President must report to The Regents when notification 
periods for displacement are shortened. 

When the Chancellor has reached a decision to make a program change 
leading to displacement, the Chancellor will announce the program change 
and will provide written notification of displacement to affected faculty. 
Such notification will include a timetable for actions to be taken and per- 
tinent information concerning the status of the faculty during the 
notification period. The Chancellor must also inform the President of the 
program change and indicate that notification of displacement has been pro- 
vided to affected faculty. Unless specific arrangements have already been 
made to transfer displaced faculty to alternative academic positions, the 
names, fields and relevant bio-bibliographic information of displaced faculty 
will be sent to the Vice President--A&SPR at the time notice is given to the 
individual so that Systemwide Administration can assist in placement activi- 
ties. 


C. Vacant Position Announcements 


Submission of Vacancy Announcements-- Effective with the issuance of this 
policy, all campuses 
President--A&SPR announcefnents of vacancies in all academic appoint- ` 
ments. which confer 


meet current University 


vacancy announcements to each campus. 


Distribution of Vacancy Announcements-- 
where displacement has occurred: is responsible’ for providing affected 
tenured faculty and selected non-tenured faculty (S) with information on 
those academic vacancies defined in Section V.C.1 in the individual’s field 
or in closely related fields at the home. campus or any campus of the 
University that occur during the notification period (Section VI). 


The Chancellor of a campus 


(5) Provisions for displaced non-tenured women and minority faculty in certain fields are 
explained more fully in Section VII of this policy. 
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UNIVERSITY COUNCIL 
American Federation of Teachers 
The Union For Faculty, Academic 

And Professional Employees 
MEMBERSHIP APPLICATION 


| wish to join the University Council-AFT, and authorize it to represent me in my 
employment relationship with the University of California in order to Promote my 
economic and general welfare. 


Name (Please print) 


Campus Dept. 


Title ii 


Mailing Address 
City 


Campus Phone __ — Home Phone > = — _— o 


Signature a a Date 

You can either have your dues deducted automatically from your paycheck on a 
monthly basis or we will send a bill to your home address each quarter and you mail in 
your dues. Check which you prefer. f 
O a monthly payroll deduction (we will send you the UC payroll form to sign) 
O a quarterly bill (provide your home address) 
UC-AFT monthly dues are % of 1 percent on monthly gross salary; minimum dues are 
$4 per month. 
P.S.: Union Dues are tax deductible. 
Please return this form to: 


UNIVERSITY COUNCIL — AFT 122 Cypress, Santa Ana, CA92701 714/542-0101 


in. the Academic ‘Senate ‘or those: of... 


"y 
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D. Status of Displaced Faculty 


During the notification period and while retaining their academic appoint- 
ment, affected faculty retain all rights associated with that appointment 
including normal merit and promotion opportunities with the TONo WDE 
exception. An Assistant Professor or individual of equivalent ran 5 m 
eligible for promotion to a tenured position following notiheation o i 
placement. Tenure review will be deferred or delayed until or unless the 
individual is appointed to an alternative tenure-track position at the Univer 
sity prior to the end of the notification period. In cases of eerste A 
service as an Assistant Professor or title of equivalent rank may exe t e 
eight-year limitation of service specified in APM 133 during the noti cation 
period. When such service limitations are exceeded, an individual ee 
appointed to an alternative tenure-track position must be reviewe or 
tenure within the twenty four month period following the appointment 
unless a further delay is authorized by The Regents. 


VI. Specific Procedures Relating to Displacement of Individual Faculty 


A. Notification Period for Tenured Faculty 

The minimum notification of displacement for tenured faculty is three 
years (36 months) from the date the Chancellor informs the faculty 
member in writing of the decision leading to displacement (see V.B.). Dur- 
ing this notification period, the University has an obligation to facilitate to 
the extent possible, appointment of a displaced tenured faculty member to 
an alternative academic position, first on the home campus and then within 


the system. However, this obligation does not imply seniority rights for dis- 


placed tenured faculty or "bumping" of non-tenured faculty. 


B. Displacement of Non-Tenured Faculty i , i 

Fiscal and Programmatic Considerations-- University policy. permits fiscal 
and programmatic considerations in decisions on reappointment of Assistant 
Professors (APM 220-84(d)) as follows: 


When issues of educational policy stemming from fiscal or programmatic 
considerations (such as proposed changes in the program of a apat 
ment, or the proposed dissolution of a department, college or school 
may have a substantial effect on academic personnel matters, the char 
cellor shall . . . consult with (appropriate Senate) committees. . . . I 
there is a proposal that an Assistant Professor not be reappointed and if 
fiscal or programmatic considerations are significant factors in the case, 
the facts of the matter shall be fully discussed with the Budget Commit- 
tee [or Committee on Academic Personnel]; and the Committee shall be 

ine sles Svabran(Glyprogtaminatior consiierations” The 
ancellor shall consider the Budget Committee’s advice on the case 

prior to making a final decision. 

As an extension of this policy, all non-tenured faculty and appointees of 

equivalent rank may be terminated before the end of their appointment for 
fiscal or programmatic considerations. 


Displacement: Procedures for: Non-Tenured Faculty--- The procedures in Sec- 
tion 220-84(d)..of the Academic: Personnel Manual: for non-reappointment 
of Assistant Professors are extended. to cover both non-reappointment and 
mid-appointment termination of all non-tenured appointees who are 
members of the Academic Senate holding instructional titles and those of 


equivalent rank as defined by The Regents (including members of the Pro- 
fessor in Residence Series). 


Notification Period for Non-Tenured Faculty-- The minimum notification 
period for non-renewal of mid-appointment termination of non-tenured 
faculty due to programmatic and/or fiscal considerations is twelve months. 
Notice for such non-renewal or mid-appointment termination is covered by 
this section, not by APM 220-20(c). 

C. Transfer of Displaced Faculty 


Transfer Efforts-- Intracampus and intercampus transfers are the primary 
means of accommodating displaced faculty members. For both tenured and 
non-tenured faculty, the first obligation to attempt to effect a transfer is 
with the Chancellor of the home campus. For tenured faculty, the Univer- 
sity has the further obligation to attempt to identify suitable academic 
positions at other campuses of the University when placement at the home 
campus is not possible. 

Cooperation to Facilitate Transfer-- The transfer effort for displaced faculty 
requires cooperation among Academic Senate committees, campus adminis- 
trators, and Systemwide Administration. This cooperation is essential to 
fulfill the University’s obligations to the faculty, to preserve the reputation 
of the University, and to ensure the continued excellence of the faculty. 

Rights of Academic Units- Academic units on the home campus and 
within the system are not required to accept faculty displaced from other 
units or campuses. However, the procedures specified in this policy must be 
followed prior to the termination of a faculty member as a result of 
programmatic change. 

D. Intercampus Transfers 


Campus Procedures- The Chancellor, after consultation with the 
Academic Senate Divisional committees, will develop procedures for the 
transfer of displaced faculty members. Campus procedures will provide that 
both tenured and non-tenured displaced faculty must be considered as final- 
ists and be provided interviews for vacant academic positions for which they 
apply on their campus during their period of notification. Campus pro- 
cedures must also indicate the means by which displaced faculty are to be 
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The April 29 "Policy on Program- 
matic Displacement" asserts. that 
tenure is tied to a particular campus 
or program, that it is not 
University-wide. This is not the 
first time this issue has arisen. The 
question surfaced earlier when 
President Charles J. Hitch held in 
November 1973 that tenure was 
University-wide, a view shared by 
veteran leaders of the Academic 
Senate. Since the Regents grant 
tenure and are the employer, and 
since they operate a multi-campus 
University, it is a reasonable infer- 
ence that, as in multi-unit corpora- 
tions, employees have rights that 
are corporation-wide. That view was 
rejected in 1973 by the Regents’ 
General Counsel, Thomas J. Cun- 
ningham, who disputed President 
Hitch. Cunningham held for the 
narrow view of tenure as linked to 
a campus or program, but the ques- 
tion remained unresolved at that 
time. The Regents never decided it 
and their by-laws are not clear on 
this point. President Saxon did not 
seek Regental approval of his pro- 
posal for programmatic and fiscal 
firings of tenured faculty, hoping 
thereby to finesse the question of 
where tenure lies by assuming this 
to be a settled question. Why the 
question remains unsettled is 


attorney, Stewart Weinberg. 
Excerpts are reprinted below: 


With regard to the issue of 
University-wide tenure, Cunning- 


tly suggested by a review of 
PR SLi Reema 


ham makes a case which could 
just as easily be interpreted for 
the proposition that one does, 
have University-wide tenure. .. . 
For instance, Cunningham argues 
that appointments in Professor 
series are for duty in administra- 
tive units, and such units are 
based on the campuses or within 
other comparable subdivisions of 
the University. We do not deny 
[this fact or argue that}the 
University is not subdivided. So, 
too, an employee of a hospital 
may work in the intensive care 
unit and still have "hospital-wide 
seniority.” 

Cunningham points to the fact 
that a Chancellor hires or "nom- 
inates" faculty members on his 
campus. This point is arguable 
both ways. Very few employees 
of large companies are hired by 
the Chairman of the Board of 
Directors but rather, are hired on 
a very local or departmental level 
as employees of the company as a 
whole. This does not address 
itself to whether or not the indi- 
vidual has University-wide 
seniority. ... , 

It is when Cunningham begins 
to talk about termination of 
employees that he gets on what I 
believe to be very dangerous ter- 
ritory for his entire thesis. He 
acknowledges that it is». the 
Regents who may demote: or 
dismiss a tenured employee, but 
that ultimately the recommenda- 
tion comes from the Chancellor 
of the particular campus. The fact 
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LIBRARIAN ELECTION 


other academic employees, usually 
teaching faculty, or, as in the 
Claremont Colleges, in a unit with 
other library employees. 

This election, coupled with the 
Faculty Association victory at the 
Santa Cruz campus two years ago, 
all but demolishes the myth that 
academics in top-rated universities 
do not want to be represented for 
collective bargaining. With the 
continuing state budget crisis we 
can expect the success evident in 
this contest to be repeated and for 
collective bargaining’ to spread 
among academics and staff alike in 
the UC system. 

OTHER CONTESTS 


In the May 23-June 16 elections, 
unions were victorious in all sys- 
temwide contests except in the 
Technical Unit--composed of 
classifications such as firefighter, 
laboratory assistant and translator-- 
and in the Residual Patient Care 
Professional Unit. However, the 


vote in the Technical Unit was very 
close, and the outcome remained in 
doubt as this paper went to press. 
Professional scientists and service 
workers at the Lawrence Livermore 
National Laboratory also voted 
against union representation. Still, 


the victories clearly outweighed the 
defeats. Registerred nurses voted 
for unionization with more than a 
2/3 majority, as did a similar 
Patient Care Technical Unit. The 
Service Unit voted three-to-one to 
be represented by AFSCME, while 
the vote in the 19,000+ member 
Clerical and Allied Services Unit 
provided another victory for that 
union. All told, some 35,000 
University of California employees 
won union representation in the 
elections held last spring. With 
further elections likely this coming 
year there is little doubt that the 
unionized ranks will continue to 
expand. 
WHAT NEXT? 


The UC-AFT librarians used the 
summer months to formulate con- 
tract proposals. Efforts. included 
holding meetings on the campuses 
in order to get the widest possible 
input from bargaining unit 
members. Preliminary discussions, 
primarily. on, procedural matters, 
were also held. with the administra- 
tion during this time, but real nego- 
tiating is scheduled to commence as 
the University Guardian goes to 
press. We will be working in the 
months ahead to build our base 
among librarians, to broaden dis- 
cussion of bargaining issues within 
the unit, and to raise these issues 
in the upcoming bargaining ses- 
sions. 


University Guardian 
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notified of and considered for academic positions on the campus. 


Recruitment Within a Department Following Program Reduction-- When any 
member of the faculty in a department or other academic unit is on notice 
of displacement, that department or unit may not recruit for any permanent 
academic position unless the Chancellor, following consultation with the 
appropriate Academic Senate committees, determines that displaced faculty 
members from that department cannot fill the position. 


E. Intracampus Transfers for Displaced Tenured Faculty 


Positions at any Campus or Laboratory- Intercampus transfers will be 
made in accordance with Academic Personnel Manual Sections 510 or 510A 
on Intercampus Transfers, whichever is applicable. 


The Chancellor must inform displaced tenured faculty of academic vacan- 
cies at any University campus, as stated in Section V.C.2. of this policy. 


Displaced faculty may apply for any alternative academic or non-academic 
appointment at campuses, Department of Energy Laboratories, organized 
research units, or experiment station locations of the University. If a per- 
manent full-time transfer cannot be made, other arrangements such as joint 
appointments, temporary transfers, or part-time appointments should be 
considered. : 


Review of Displaced Faculty for Vacant Positions- When a displaced 
tenured faculty member applies for a vacant academic position (as defined 
in Section V.C.1) at any rank on any University campus, that individual 
must be considered as a finalist and be provided an interview for that 
position. If the department recommends an applicant for the vacancy other 
than the displaced tenured faculty member who applies, the department 
must forward through the normal campus review procedures for new 
appointments an assessment of the displaced faculty. member (6) including 
all application materials and departmental recommendations along with 
materials on the individual who is recommended by the department for the 
position. 

Assistance for Displaced Tenured Faculty-- Systemwide Administration will 
reimburse the costs incurred by displaced tenured faculty in connection 
with interviews associated with attempts to secure any permanent academic 
position within the University of California. 

For a transfer or appointment to any permanent academic position within 
the University of California, Systemwide Administration will reimburse the 
full cost of removal expenses (as defined in APM 550) as well as assist in 
the costs associated with the purchase or movement of required laboratory 
or... related... equipment... Con....a.case-by-case)_... basis. Requests: for™ such 
reimbursement should be made to the Vice President-A&SPR by the 


Chancellor: of the; campus:-where:- the: faculty»member-is:interviewed»or-iss--:- 


relocated. 


Upgrading Funds-- Displaced tenured faculty may apply for tenured or 
non-tenured positions, but appointment or transfer to a vacant position 
shall be at least at the same rank and step as the position from which he or 
she was displaced. The Systemwide Administration will provide funds to 
upgrade positions open at lower rank and step to which displaced tenured 
faculty are appointed. 


F. Intercampus Transfer for Displaced Non-Tenured Faculty 


Intercampus transfers will be made in accordance with Academic Person- 
nel Manual Sections 510 or 510A, whichever is applicable. 


Displaced faculty may apply for any alternative academic or non-academic 
appointment at campuses, Department of Energy Laboratories, organized 
research units, or experiment station locations of the University. If a 
permanent full-time transfer cannot be made, other arrangements such as 
joint appointments, temporary transfers, or part-time appointments should 
be considered. 


Intercampus transfer of displaced non-tenured faculty should be 
encouraged when no positions are available at the home campus. Chancel- 
lors have an obligation to assist in arranging these transfers and will provide 
for reimbursement for travel and related expenses incurred as a result of 
interviews for permanent academic positions at other University of Califor- 
nia campuses and removal expenses (as provided in APM 550-4) associated 
with transfer to such positions from their campus for non-tenured faculty 
during their notification period. 


VII. Affirmative Action Requirements 
A. Impact of Faculty Displacement 


The effects of displacement on women, minorities require special 
attention to assure that affirmative action progress is not lost. Affirmative 
action goals must be considered in decisions leading to displacement of 
individual faculty. If representation of women and minorities would be 


adversely affected as a result of such a decision, the Chancellor shall 
prepare plans for off-setting this impact. 
B. Special Procedures 

Affirmative action progress is important for all women and minority 


faculty. However, the University’s affirmative action commitment extends 
most directly where there is underrepresentation of women and minority 


(6) If more than one displaced faculty member applies for a vacancy, the department 
need only forward application materials of the one or more displaced faculty members it 
considers most qualified, along with the application materials of the individual who is 
recommended by the department for the position. 
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faculty. (7) The Systemwide Office of Affirmative Action Planning and 
Review has responsibility for defining underrepresentation under this pol- 
icy. The following special procedures are provided for displacement of 
women or minority faculty on campuses where these individuals are under- 
represented: 


1. Chancellors will be responsible for notifying all such displaced non- 
tenured faculty of all vacant positions in their fields or in related fields on 
any University campus. 


2. The notification period for displacement described in Section V of this 
policy may be extended by the Chancellor for twelve additional months for 
non-tenured women and minority faculty in underrepresented fields to 
facilitate their placement in alternative academic appointments on any 
University campus. 


3. Systemwide Administration will reimburse the usual cost of interviews 
for permanent academic positions at any University campus for such dis- 
placed women and minority faculty. Requests for funds for such interviews 
will be made by the Chancellor of the campus conducting the interview to 
the Vice President--A&SPR. 


VHI. Termination of Displaced Faculty 
A. Tenured Faculty 


Tenure status does not provide a guarantee of employment in a particular 
department or on a particular campus. If transfer opportunities are not 
available for faculty displaced under provisions of this policy, such faculty 
will be terminated after the appropriate notification period. However, the 
Chancellor must consult with a properly constituted body of the divisional 
Academic Senate before informing the President, at the end of the 
notification period, that efforts to relocate a displaced tenured faculty 
member have been unsuccessful. Following determination by the President 
that the procedures required by University policy have been followed, final 
authority to terminate a tenured faculty member will rest with the Chancel- 
lor. 


B. Non-Tenured Faculty 


Authority to terminate before the end of an appointment or not to renew 
the appointments of non-tenured faculty members for fiscal or program- 
matic reasons rests with the Chancellor in consultation with appropriate 
divisional committees of the Academic Senate under procedures described 
in APM 220-84-d. 


IX. Due Process in Displacement Decisions 
A. Program Changes 

The safeguards against infringement of due process requirements in dis- 
placement- decisions reside:both -in the University’s program’ review 
processes and in the Academic Senate’s role through Committee on 
Privilege and Tenure. The:"Policy, on, Transfer; Consolidation; Di: 
ment and Discontinuance of Academic Programs and Units” p 
review of the program’ or. unit’ considered for disestablishment or 
consolidation, as well as for consultation on the campus prior to major pro- 
gram changes. 


B. Appeals Regarding Selection for Displacement 


As provided in Regents’ Standing Orders 103.2, 103.9 and 103.10, faculty 
members are entitled to use the appeals mechanism of Academic Senate 
By-Law 113 for redress of issues involving selection for displacement or 
termination. Such charges as the violation of procedural requirements or 
the use of impermissible criteria may be considered by Privilege and 
Tenure Committee review. 


(7) Underrepresentation is defined for the purposes of this policy by comparing the pro- 
portion of women and minority faculty on the campus with each of the following four 
standards: 1. the proportion of women and minority undergraduate students at the 
campus; 2. the proportion of undergraduate majors in the department who are women 
and minority; 3. the proportion of women and minority graduate students in the depart- 
ment; and 4. the proportion of Ph.D.s or other terminal degrees awarded nationally to 
women and minorities within the appropriate discipline(s) over the preceding ten years. 
Underrepresentation occurs when the proportion of women or minority faculty on the 
campus falls below any of the above factors. More complete guidelines are being 
developed and will be available from the Vice President--A&SPR. 


HARD TIMES AT UC? 
NOT FOR ALL 


In mid-July as State legislators argued over the budget for the current 
fiscal year and range adjustments and merit pay remained very much in 
doubt the Regents found the funds to provide new UC President David 
P. Gardner a $295,000 home mortgage loan at 6.11% interest, a tem- 
porary interest-free loan of $150,000 and an annual housing allowance. 
These extras came on top of a 60 percent salary hike that raised the 
new President’s salary to $150,000 a year. Although the State legisla- 
ture recently refused to appropriate funds to permit Governor 
Deukmejian to move into the state mansion, this package will permit 
Gardner to purchase a $480,000 home in the East Bay. The impact of 
the Regents’ decision may be more than symbolic, for it may well anger 
legislators and the Governor whose decisions on funds will largely 
determine pay raises for UC faculty and staff. 


„cluded by 


The UC Santa Cruz tenure battle 
of Assistant Professor Nancy Stoller 
Shaw took new turn this summer 
with the decision by outgoing UC 
President David Saxon to reject the 
unanimous findings and recommen- 
dations of the UCSC Privilege and 
Tenure Committee. That commit- 
tee had ruled on March 22, 1983, 
that Professor Shaw’s rights to a 
fair personnel review had been 
violated in several respects, includ- 
ing the right to have the review be 
free from political bias. By rejecting 
the committee’s report, Saxon 
upheld Chancellor Robert 
Sinsheimer’s 1982 denial of tenure 
to Shaw. Saxon simultaneously, 
however, by special action of the 
Regents, authorized. an additional 
year of employment for Shaw, who 
will continue teaching during this 
coming academic year. 

In her original tenure review (in 
1980-81), Professor Shaw was 
highly recommended for promotion 
by her program, her college, out- 
side reviewers, the ad hoc review 
committee, and by the Committee 
on Academic Personnel. In June 
1981 Sinsheimer rejected these 
recommendations and initiated a 
new internal review which he con- 
denying Shaw tenure in 


sion, the- campus...Privilege. and 
Tenure (P&T) Committee initiated 
a year-long review which led to its 
unanimous finding in support of 
Shaw. ; 

The. Santa Cruz P&T Committee 
found: three. major violations of 
Shaw’s. rights. First, the Chancellor 
had initiated a second unjustified ad 


‘hoc committee review of Shaw’s 


file after the first committee had 
unanimously recommended her 
promotion. P&T found that the 
Chancellor’s "disagreement with the 
favorable view of the first ad hoc 


committee" had played a 
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"significant" part in this decision. 
Second, P&T argued that the use of 
Shaw’s earlier mid-career appraisal 
had been a violation of Academic 
Personne! procedures. Finally, P&T 
found that the Chancellor had used 
impermissible political considera- 
tions in reaching his judgment. A 
letter written by Sinsheimer shortly 
after he announced his initial denial 
of tenure noted: “It has become 
clear that there is an academic net- 
work of ‘progressive’ social scien- 
tists who will fervently support any 
member of this club. This makes 
even the interpretation of the out- 
side letters very difficult.” P&T 
argued that the evidence clearly 
indicated that Sinsheimer had held 
these views during the tenure 
review and that they prevented him 
from viewing Shaw’s file objectively 
and from giving fair weight to 
letters solicited from outside 
reviewers. Particularly disturbing in 
this whole process were the 
repeated denials by Sinsheimer that 
he had written the letter and the 
subsequent discovery that he was in 
fact its author. 

Given these findings, P&T ruled 
that the denial of tenure was invalid 
and recommended to President 
Saxon that.he.make a new decision 
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inthe file before Chancellor 
Sinsheimer had intervened improp- 
erly into the review. Despite these 
recommendations, President Saxon 
upheld the denial of tenure in one 
of his final actions before leaving 
office. 

The tenure-review process has 


lasted three years for Nancy Shaw. 
Throughout this period she has 
received overwhelming faculty sup- 
port, both in the review and in the 
subsequent investigation by P&T. 
Professor Shaw, a lesbian-feminist 
and long-time political activist, also 
drew support from community and 
student demonstrations, including 
marches and a sit-in. A defense 
committee publicized her case and 
raised funds to help pay the cost of 
legal representation and research. 
Asked her opinion about the latest 
ruling, Shaw commented: "I think 
President Saxon’s decision is an 
adminstrative blow against faculty 
rights and due process in the 
University. It illustrates our basic 
powerlessness in disputes with 
administrators. The Privilege and 
Tenure Committee found unani- 
mously in my favor, the UCSC 
Academic Senate voiced its strong 
confidence in the committee even 
after an explicit challenge by Chan- 
cellor Sinsheimer. President 
Saxon’s total rejection of the P&T 
report indicates that he was able to 
simply align himself with his 
appointed campus administrator and 
old friend. In his brief decision, the 
President repeated almost word for 
word the Chancellor’s own argu- 
ments,.before,,the»committee, Con- 
sequently, I see no’ evidence’ that 
Saxon acted as an impartial media- 
tor or judge and I can only con- 
clude that the University pro- 
cedures to assure fairness and peer 
judgment in the personnel process 
may be abrogated at will." 


Administration Torpedoes Salary Agreement 


LIBRARIANS FILE CHARGES 


On July 26, the administration 
broke its first bargaining agree- 
ment with the University Federa- 
tion of Librarians, a chapter of 
the UC-AFT. The agreement would 
have given all librarians, includ- 
ing those covered by collective bar- 
gaining, the same salary range ad- 
justments for this year. The range 
adjustments were six percent, ef- 
fective January 1, 1984, and an- 
other one percent on April ist. 


At a July 6th meeting, UC’s col- 
lective bargaining director, 
Thomas Mannix and the union 
agreed to the administration’s 
proposal that for this fiscal year. 
UC would grant librarians in the 


bargaining unit thè same range. 


adjustment and benefit changes 
which were being given to other 
academic employees. Both sides 
agreed there was simply insuffi- 
cient time to conclude a contract 
prior to January Ist. It was under- 
stood that this temporary arrange- 
ment might be modified later in 
the year when a contract nad been 
negotiated. An alternative suggest- 
ed by Mannix was that bargaining 
could begin immediately. In this 
event, no salary or benefit changes 
would be made until the contract 
was signed. This alternative was 
rejected by the union, to insure 


that librarians not suffer even 
further from the lack of range ad- 
justments in previous years, and 
to allow more time for the develop- 
ment of contract proposals. 


But after working out the agree- 
ment, the administration reneged 
and announced just the opposite 
in publications distributed on sev- 
eral campuses. 


_In response to the administra- 
tion’s action, the union is lining 
up support from campus and com. 
munity leaders and is filing an un- 
fair labor practice charge with the 
Public Employment Relations 
Board. The union is charging 
breach of contract and bad faith 
bargaining. The Board’ will be 
asked to restore the previously 
made agreement and to admonish 
the administration to observe the 
requirements of the Higher Edu- 
cation Employer - Employee Rela- 
tions Act. 


Nancy Elnor, President of the 
UC - AFT said, “Union supporters 
are wondering if librarians are now 
being punished by the administra- 
tion because they voted for union 
representation. The administra- 
tion’s action seems also aimed at 
lecturers and others in the In- 
structional Unit, who will vote on 
collective bargaining later this 


- multi-campus 
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charges. It also makes it clear to 
lecturers and Senate faculty alike 
that it wants as little consultation 
and interference as possible in run- 
ning the University. Lecturers will 
have an opportunity later this fall to 
vote on whether they want to con- 
tinue these policies or whether by 
voting for representation they want 
to move to dialogue and negotiation 
of these issues. Elections are not so 
immediate for Academic Senate 
members, but they would do well 
to watch the outcome of the 
upcoming voting, for it will 
undoubtedly affect future treatment 
of all UC employees as well as 
prospects for their own collective 
bargaining at some future time. 


(continued from p. 6) 
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that a Chancellor on a campus 
cannot fire an employee would 
indicate that the employee has 
University-wide rights. ... 
Cunningham’s final argument 
is that there is no established 
"bumping". procedure. To use this 
as an argument for the proposi- 
tion that there is no University- 
wide tenure is not convincing. 


In summation, it would appear 
that there are simply no rules 
governing the subject, except the 
fact that a tenured employee has 
the right to be fired on a 
University-wide basis by the 
Regents only. From this, we may 
hypothésize’ that: the significance 
of tenure is to make it clear that 
the ultimate employer is. the 
Board of Regents, who operate a 
University, and 
who have the authority to utilize 
employees in a fair manner on a 
University-wide scale. 


year, The administration’si unstat- 
ed message: vote for a union, and 
you'll be penalized too.” 


“The administration’s action 
has caused confusion, outrage and 
a serious morale problem through- 
out the system,” said UFL Chair 
Philip Hoehn “We would all be 
much better off if Systemwide ad- 
ministrators cared a bit more 
about the delivery of library serv- 
ices to faculty, students and staff, 
and a bit less about trying to un- 
dermine the union, LAUC and the 
collective bargaining process. 


“In addition to subverting the 
bargaining process,” said Hoehn, 
“Systemwide administration seems 
intent on destroying the collegial- 
ity which exists in most of UC’s li- 
braries. They are apparently at- 
tempting to drive a wedge between 
those who were very arbitrarily 
classed as “supervisors” and those 
who were not. The administration 
is threatening to strip LAUC, the 
librarians’ senate, of many if not 
all of its functions by using this 
same supervisor/non - supervisor 
divide and conquer tactic. Per- 
haps worst of all, the administra- 
tion’s action has placed a cloud 
over the long-standing and highly 
esteemed dual track (supervisor 
and specialist) route to promotion. 


